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1. Purpose of the Study
This study investigates the stylized facts and its’ changes in the human resource 
development and skills development in the medium to large sized firms for the last nine 
years by utilizing Human Capital Corporate Panel(HCCP). HCCP is an employer panel 
with about 450 firms that comprised of manufacturing and service industries and has been 
surveyed biennially since 2005.
2. Main Findings
1) Investments in skills development at enterprises were not very active and have been 
decreasing since 2010. The ratio of expenditure for vocational training (VT) to labor cost 
is about 0.5% and the expenditures on VT per worker are 70,000-150,000won, and these are 
lower than that of EU average of 1.6%, which estimates between 800,000~850,000won. 
From the perspective of the human resource management, the half of sample firms reported 
that the production line, facilities and equipments at workplace level had changed, and the 
figure of highly educated workers or old aged workers have been increasing rapidly, in turn, 
the demand for training has also been increasing. However, there were some disincentives 
with the firms increasing investment in vocational training. Expansion of outsourcing, 
increasing utilization of irregular workers, external procurements of high skilled workers 
such as engineers, experts, and R&D manpower are worked to reduce the cost of investment 
in skills development, and the labor union haven't been playing a major role in worker’s skill 
development.
2) In theory, human resource development is divided into training and development 
(T&D) and organization development (OD). We've analyzed these two aspects to discern 
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how it affects the organization performance and it's change. We found T&D and OD have 
significant effects on organization performance, but HR-technical interventions (TQM, QC, 
6-sigma, employment adjustment, etc.) of OD may work negatively against T&D. This 
suggests that T&D and OD should be planned and employed together in unison. The 
employers should be focusing on not only training and development of an individual 
worker but also developing organizational expertise as a team or department in enterprises.
3) The subsequent results of analyzing the skills of production workers in manufacturing, 
workers got an average of 4.5 degree out of 7, with 7 being the highest. Thus, worker’s 
average skill level ranked among the single-skilled and multi-semi-skilled. In a state of few 
changes in workers’ average tenure or turnover rate during the last nine years, worker’s 
average skill level has hardly changed. This indicates that their skills are developing at a 
very slow pace.
According to an ordered logit analysis, the workers’ tenure has significantly positive 
effects on improvement of their skill level and it reaches its peak in between 20 to 23 
years of career. 
4) From what we've seen from the results of fixed effects analysis on manufacturing, 
expenditures on workers’ training have significantly positive effects on the amount of 
sales, but it has no statistical significance on profit and the total added value. These 
expenditures were positive in relation to employee satisfaction or job performance, and it 
suggests that the investment in worker’s training has indirect effects on improvement of 
sales or HR performances rather than financial benefits. 
3. Implications for HRD in firm
In the meantime, companies have been treating vocational training and workplace 
innovation as a separate affair to human resource management practices. Companies should 
be aware that they are closely related and interacting, and should try to jointly utilize them. 
The most important factor in development of one's skills was the longevity of their tenure 
at an employment, and investing in training was effective primarily through HR performances 
such as employee satisfaction and commitment to the firm. All of this suggests that the 
companies need to look at payoff of investment in training from more of a long-term 
perspective and establish a virtuous cycle between investment and organizational performance.
